The value of recognition as a motivator has been well documented. The difficult question today is how to establish an ongoing peer recognition program that will involve most staff members. The process that one acute care hospital used to accomplish this goal is analyzed. The author discusses needs assessment, plan, resources, implementation, evaluation and program maintenance.
INTRODUCTION
In a recent survey of America's nonmanagerial workforce, the following were revealed (Yankelovich et ai, 1983 ): 1. Less than one-fourth of American workers stated they are currently working at maximum potential. 2. Half of American workers said they expend just enough effort necessary to hold down their jobs. 3. Seventy-five percent of workers felt they could be more effective in their jobs. 4. Nearly 60% of American workers expressed they are working less diligently today than in times past.
The relationship between job satisfaction and performance has been the subject of much research and controversy. More concrete results have been
Fail to honor people, they fail to honor you; Lao Lzu
reported concerning job dissatisfaction, employee tumoverand absenteeism. Szilagyi and Wallace (1983, p 68) state that "the more dissatisfied the worker, the higherthe absenteeism and the greater the propensity to leave the organization." Nursing Service in a complete acute care setting was challenged by suboptimal productivity and staff dissatisfaction as manifested in high tumover rates, recruitment problems and excessive use of unplanned leave. Nursing turnover, or the rate at which hospital nurses resign from their jobs, is considerably higher when compared with other women workers who have comparable levels of education and who work in femaleoriented occupations (Price, 1981) The national average turnover rate for registered nurses is estimated to be 32% by the National Association of Nurse Recruiters and 40% by the Amencan Nurses' Association (Weisman, 1982; Wolf, 1981) Research reveals that dissatisfaction with hospital jobs is the major reason why staff nurses resign. Each agency experiencing high turnover has its own unique combination of problem areas which must be identified. Our nursing service initiated the first step in reducing staff dissatisfaction by making an assessment of employee concerns through a staff satisfaction survey
NEEDS ASSESSMENT
To determine needs and feasibility of changes, nursing management in an adult, 180-bed, acute care teaching Veterans Administration Medical Center charged the Nursing Research Committee with the responsibility of conducting a staff satisfaction survey A total of 119 questionnaires were distributed as shown in the Figure. One-hundred nineteen individuals were assigned to staff positions in nursing service at the time of this study Ninety-one questionnaires were returned representing 76.5% of the staff. Participation in the study was voluntary The questionnaires were completed anonymously and destroyed at the end of the study This survey explored patient care issues, education, disciplinary actions, work performance rewards, and morale at the Medical Center. The survey consisted of 21 forced-choice questions to which the respondent could choose: agree, disagree, no opinion, or non-
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DISTRIBUTION OF QUESTIONNAIRE
ried out through the use of posters and flyers designed by staff members. Programs were designed and illustrated by the committee with the assistance of the clerical staff. These were secured in a locked file cabinet to protect the identity of persons receiving the special contribution awards.
Refreshments were planned and supplied by the nursing staff in such an abundance that refreshments were available to all three shifts of duty after the ceremony Flowers were a gift from nursing administration as a gesture of thanks for the many hours of planning and work. This truly was a time of caring and sharing as feedback freely flowed from the nursing office to the units and returned. All staff members were encouraged to attend at least some part of the ceremony Time schedules were changed to provide nursing coverage for those persons expressing a desire to attend.
IMPLEMENTATION
A sense of excitement, pride and hospitality mushroomed as staff, their families, and friends gathered at the ceremony The Medical Center Director and Chiefof Staff opened the program with greetings and welcoming remarks to the more than 150 people in attendance. After introduction, our guest speaker, the Director of Continuing Education at an affiliated School of Nursing, spoke. She addressed the "Pursuit of Excellence as Earmarked in the History of Nursing." Her energizing retrospective study challenged the audience to envision nursing professionalism in the year 2000. Her ideas were well received.
The awards ceremony followed. Thirty-six nursing members received individual recognition with an award and a flower. A reception, with refreshments was given. The sense of heightened self-esteem glowed as the awardees received accolades from family, friends and peers. applicable. Participants were instructed to read each statement and choose the response most representative of their feelings and/or perceptions. The remaining three questions were open-ended to encourage participants to express their personal feelings on the following: • The things that frustrate me most; • The things that please me most; • The reason I stay here.
In conclusion, the overall theme of the study indicated the staffwas dissatisfied, with the registered nurse group being the most dissatisfied. Low morale was the majorconcern with less than 10% of the staff reporting that morale was good. Essentially, all groups felt the need for an adequate reward system for above average work.
PLAN
This project was founded on the firm belief of nursing administration that positive reinforcement plays a central role in promoting job satisfaction, resulting in improved patient care. No claim is laid to originality of purpose. Current literature supports the use of positive reinforcement as it providesa favorable consequence that encourages repetition of behavior that people need to feel they are achieving something important when they perform their work role (Douglass, 1980) . The value of a program established to meet the ego or selfesteem needs of individuals has been well documented (Spiers, 1983) .
The literature reinforces the value of evaluation, along with recognition and reinforcement for excellence coming from the group in which one works (Gordon, 1982) . Applying this principle, the committee membership represented all levels of nursing.
The five months of preparation for Nurses' Recognition Day began with frequent committee meetings discussing the purpose of the event. It was to be a time for praising exemplary performance. Through much discussion, the committee determined twelve'areas in which nursing excellence could be recognized. The categories were: 1) unit recognition; 2) years of service; 3) dependability; 4) accrual of sick leave; 5) completion of educational degrees; 6) special advancement for achievement; 7) publication; 8) communication to the public; 9) special advancement for performance; 10) quality pay increases; 11) suggestions; and 12) the prestigious special contribution awards.
The committee decided to recognize Nursing involvement expanded as plans were made for the awards ceremony and reception. To nurture this enthusiasm, ways were developed to include many nursing service personnel in the activities. The theme for the day became "I Love Nursing." To promote the activities, individual buttons were purchased for distribution to all nursing personnel.
RESOURCES
The committee encountered many challenges, one of which was planning for invitations, programs, refreshments, and flowers without a source of funds. Staff members proved to be an excellent resource. Committees, composed of those volunteering to serve, were set up to work on each of these areas.
Invitations and napkins were designed and printed, using the theme "I Love Nursing," by a community printer on a no-charge basis. nursing administration meeting the staff's needs as to time and location of the event.
The second annual Nursing Service Recognition Ceremony has now been celebrated and the creative spirit remains present. This year the committee wanted to share a similar experience with others, so they awarded the graduating nursing students from the affiliated hospitals with a reception.
Through this endeavor many ideas have been generated to bring nursing into the spotlight. Interest has been expressed in the establishment of a quarterly nursing newsletter to keep the staff abreast of special projects and individual achievements. Currently, plans are being formulated for a cost containment poster fair with input from all levels of nursing to facilitate awareness of the increasing cost of medical supplies. These two ideas are a direct outgrowth of the motivation stimulated by a successful recognition program initiated by a peer group
PROGRAM MAINTENANCE
To foster a feeling of comraderie which crossed all boundaries, the committee established a quarterly recognition ceremony for the persons selected each quarter for special contribution awards. To further involve all nursing personnel, the committee selected new membership each quarter with the exception of the chairperson. Chairmanship remained constant to maintain stability of the committee. Each quarter the ceremony was rotated through to all three shifts of duty To promote the feeling of autonomy, the planning and coordinating of the events were the responsibility of the committee, with could be repeated. Another method for gathering additional feedback is to plan an all-day retreat away from the hospital using primary resources (the staff) to identify and correct job dissatisfaction factors (Sheridan, Bronstein & Walker, 1984 
EVALUATION
One indicator of success was in the personal contributions which helped to validate the quality of involvement by the nursing staff. As employees came together in the actual planning and coordinating of the event, a feeling of comraderie was evident. Approximately 20% of the staff volunteered to serve on committees or to take responsibility for specific tasks.
The enthusiasm and personal pride exhibited created the stimulating atmosphere for the event. Attendance of family members, as well as staff, was a positive indicator of success. The informal expressions of gratitude such as hugs, tears, smiles, and introductions to family members all provided a pat on the back for a job well done. In essence, the nursing staff had become involved in the planning and coordinating of an event established to recognize the tangible contributions nursing makes to the health care system and generated the cooperation and participation of all levels of personnel.
To further validate the improvements in morale, the staff satisfaction survey
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